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Department of Financial Institutions

Managers’ Logic Model for Workforce Management
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Reinforce
Performance

Outputs

Initial Outcomes

Intermediate Outcomes

Articulation of managers
HRM accountabilities. HR
policies. Workforce
planning. Job classes &
salaries assigned.

Managers understand
HRM accountabilities.
Jobs, staffing levels, &
competencies aligned
with agency priorities.

Foundation is in place
to build and sustain a
productive, high

performing workforce.

Qualified candidate pools,
interviews & reference
checks. Job offers. Appts
& per-

formance monitoring.

Best candidate hired &
reviewed during
appointment period.
Successful performers
retained.

The right people are in
the right job at the right
time.

v

Ultimate Outcomes

Work assignments&
requirements defined.
Positive workplace
environment created.
Coaching, feedback,
corrections.

Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Staff know job
rgmts, how they’re doing,
& are supported.

Time & talent is used
effectively. Employees
are motivated &
productive.

A 4

Individual development
plans. Time/ resources
for training. Continuous
learning environment
created.

Learning environment
created. Employees are
engaged in develop-

ment opportunities & seek
to learn.

Employees have
competencies for
present job & career
advancement

A 4

Employees are
committed to the work
they do & the goals of
the organization

Productive, successful
employees are retained

State has workforce
depth & breadth needed
for present and future
success

A 4

Clear performance
expectations linked to
orgn’al goals & measures.
Regular performance
appraisals. Recognition.
Discipline.

Employees know how
performance contributes
to success of orgn.
Strong performance
rewarded; poor
performance eliminated

Successful perf is
differentiated &
strengthened.
Employees are held
accountable.

A 4

Agencies are better
enabled to successfully
carry out their mission.
The citizens receive
efficient government
services.

A 4
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Standard Performance Measures

»  Percent supervisors with current performance expectations for workforce
Plan & Align management

Workforce « Management profile
»  Workforce planning measure (TBD) \

»  Percent employees with current position/competencies descriptions

«  Time-to-fill funded vacancies Ultimate

a + Candidate quality Outcomes
Hire » Hiring Balance (Proportion of appointment types)

Workforce «  Separation during review period

= Employee survey ratings on

«  Percent employees with current performance expectations commitment” questions

« Employee survey ratings on “productive workplace” questions = Turnover rates and types

Deploy * Overtime usage = Turnover rate: key

" Sickleave usage occupational categories
» Non-disciplinary grievances/appeals filed and disposition (outcomes) P 9

*  Worker safety =  Workforce diversity profile

Workforce

= Retention measure (TBD)

»  Percent employees with current individual development plans
Develop + Employee survey ratings on “learning & development” questions
Workforce « Competency gap analysis (TBD)

« Percent employees with current performance evaluations ]
Reinforce +  Employee survey ratings on “performance & accountability” questions

+ Disciplinary actions and reasons, disciplinary grievances/appeals filed and
Performance disposition’ (outcomes)

* Reward and recognition practices (TBD)




Plan & Align
Workforce

Outcomes:

Managers understand
workforce management
accountabilities. Jobs and
competencies are defined
and aligned with business
priorities. Overall
foundation is in place to
build & sustain a high

performing workforce.

Performance
Measures:

Percent supervisors with
current performance
expectations for
workforce management

Management profile

Workforce Planning
measure (TBD)

Percent employees with
current position/
competency descriptions

Department of Financial Institutions

Workforce Management Expectations

Agency Priority: Low

Percent supervisors with current performance
expectations for workforce management = 100%*

*Based on 42 of 42 reported number of supervisors

Data as of October 2008
Source: Agency Tracking — HR Office

Analysis:

DFl is on an annual cycle for
setting performance expectations
and evaluating performance. In
establishing this annual cycle,
executive management required
that PDP’s for all supervisors have
performance expectations for
managing their workforce.

Action Steps:

Human Resources staff review PDP’s
for compliance with executive
management requirement.
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Agency Priority: Low Management Profile

Plan & Align

WMS Employees Headcount = 18

Workforce Percent of agency workforce that is WMS = 9% Analysis:

Managers* Headcount = 33 = DFI utilizes WMS only for positions that
have a management function - typically
managing a program or unit, and/or people.

= DFI's baseline for WMS positions is 10.4%.
The agency continues to manage to this
baseline and currently we are running
below the baseline.

Outcomes: Percent of agency workforce that is Managers* = 16.4%

Managers understand * In positions coded as “Manager” (includes EMS, WMS, and GS)

workforce management

Washington Management Service
accountabilities. Jobs and Headcount Trend
Data Time Period: 07/2007 throgogh 06/2008

competencies are defined
and aligned with business Action Steps:

SOOI = DFI will continue to monitor and report on

WMS positions as required.

foundation is in place to

build & sustain a high

performing workforce.

# WMS Employees (Headcount)

5 5 5 5 5 5 8 8 8 8 8 3

Performance
Measures:
Percent supervisors with WMS Management Type Management:
current performance 100%
expectations for workforce
management
Management profile Management 18
Workforce Planning Consultant N/A
measure (TBD) Policy N/A
Percent employees with Not Assigned N/A
current position/
competency descriptions

Data as of 6/2008

Source: HRMS Business Intelligence




Plan & Align
Workforce

Outcomes:

Managers understand
workforce management
accountabilities. Jobs and
competencies are defined
and aligned with business
priorities. Overall
foundation is in place to
build & sustain a high

performing workforce.

Performance
Measures:

Percent supervisors with
current performance
expectations for workforce
management

Management profile

Workforce Planning
measure (TBD)

Percent employees with
current position/
competency descriptions

Department of Financial Institutions

Current Position/Competency Descriptions

Agency Priority: Low

Percent employees with current
position/competency descriptions = 100%*

*Based on 197 of 197 reported employee count
Applies to employees in permanent positions, both WMS & GS

Data as of 10/2008
Source: Agency Tracking — HR Office

Analysis:

= DFl identified and adopted agency-wide
competencies for all positions in 2001.
Supervisors and managers review position
descriptions with employees annually, and
update them as necessary. Competencies are
a key element of performance management
within DFI and are utilized throughout the
position descriptions and the PDP process.

Action Steps:

= No action is required at this time. Ongoing
review and monitoring by the Human
Resources Office ensures compliance with
this measure.
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Hire Time-to-fill / Candidate Quality
workforce Agency Priority: Low
Time-to-fill Funded Vacancies Analysis:
Outcomes: Average number of days to fill*: 21 = DFI began tracking the time-to-fill vacancies
Best candidates are hired and candidate quality manually in April 2007
Number of vacancies filled: 29 per the definitions outlined by DOP. The data
and reviewed during *Equals # of davs i fion of th isition to iob off ; contained in this report will serve as DFI’s
appointment period. The quals # of days from creation of the requisition to job offer acceptance baseline in future HR Management Reports.
right people are in the right
job at the right time. Action Steps:
Agency Priority: Medium = As identified in the 2009 — 2011 Strategic
Candidate Quality Plan, DFI will utilize technology and other
progressive recruitment tools to broaden the
Performance Of the candidates interviewed for vacancies, how many had the talent and applicant pool.
Measures competencies (knowledge, skills & abilities) needed to perform = Also identified in the 2009 — 2011 Strategic
el e e the job? Plan, DFI will develop multiple focus groups
. . from within each generation in the current
Candidate quality Number =42 Percentage = 67.7% workforce to identify recruitment strategies
Hiring Balance (proportion . : , . by June 30, 2010.
of appointment types) Qf the candidates .|nterV|ewed,lwere hiring managers able to
, , , hire the best candidate for the job?
Separation during review
period Hiring managers indicating “yes”:
Number =10 Percentage = 100%

Hiring managers indicating “no™:

Number =0 Percentage = 0%

Data Time Period: 07/2007 through 06/2008 7
Source: Agency Tracking — HR Office




Hire
Workforce

Outcomes:

Best candidates are hired
and reviewed during
appointment period. The
right people are in the right
job at the right time.

Performance
Measures

Time-to-fill vacancies
Candidate quality

Hiring Balance
(proportion of
appointment types)

Separation during review
period

Department of Financial Institutions

Hiring Balance / Separations During Review Period

Agency Priority: Medium

Types of Appointments

Promotions
76%

New Hires
16%

Transfers

8%
Total number of appointments = 25*

Includes appointments to permanent vacant positions only; excludes reassignments
“Other” = Demotions, re-employment, reversion & RIF appointments

Agency Priority: Low

Separation During Review Period

Probationary separations - Voluntary 1
Probationary separations - Involuntary 1

Total Probationary Separations 2
Trial Service separations - Voluntary 0
Trial Service separations - Involuntary 0

Total Trial Service Separations 0
Total Separations During Review Period 2

Data Time Period: 7/2007 through 06/2008
Source: HRMS Business Intelligence

Analysis:

= DFI offers promotional opportunities throughout the
agency, and encourages professional development
and training activities that enhance promotional
opportunities for its employees. Although promotion
occurs at nearly all levels, the Financial Examiner
and Financial Legal Examiner series allow strong
career paths for employees.

= With the additional performance management
abilities created by broader Civil Service Rules,
agency management is better utilizing trial service
and probationary periods to manage sub-par
performance.

Action Steps:

= HR will continue to partner with agency
management — consulting on performance issues
and utilization of trial and probationary periods, as
well as reviewing and reporting on promotional
opportunities and options for agency staff.

= As identified in the 2009 — 2011 Strategic Plan, DFI
will assess and improve the quality of the new
employee orientation to ensure that all new
employees receive consistent information that will
help them succeed within the agency.

= The 2009 — 2011 DFI Strategic Plan also indicates
that DFI will develop and implement a
supervisor/manager training program and study the
feasibility and methods to balance employee to
supervisor ratio. DFI will also develop and pilot an
internal mentoring program for new employees.
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Deploy

Current Performance Expectations

workforce Agency Priority: Low
Percent employees with current performance Analysis:
Outcomes: expectations = 100%" + DFI holds both supervisors and employees
St e als accountable for active participation in setting
. J *Based on 181 of 181 reported employee count and clarifying performance expectations.
expectations, how they're Applies to employees in permanent positions, both WMS & GS

doing, & are supported. Action Steps:

Workplace is safe, gives » DFI requires supervisors to complete

capacity to perform, & individual Performance Development Plans

sl sreRlEE (PDP) for all new employees™ within the first
s 30 days of their appointment.

relations. Employee time

and talent is used » DFl requires su_pervisors to update individual
) PDP’s on a periodic and on an “as needed”
effectively. Employees are basis throughout the performance period.

motivated.
» DFI provides ongoing PDP workshops to
supervisors and employees that stress the

Performance importance of keeping performance
Measures expectations current and encourages open,

collaborative communication as part of the
Percent employees with PDP process.

current performance
expectations

Employee survey ratings
on “productive workplace”

questions
Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Data as of 10/2008
Source: Agency Tracking — HR Office 9




Deploy
Workforce

Outcomes:

Staff know job
expectations, how they’re
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are
motivated.

Performance
Measures

Percent employees with
current performance
expectations

Employee survey ratings
on “productive
workplace” questions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Department of Financial Institutions

Employee Survey “Productive Workplace” Ratings

Agency Priority: Low

Q4. | know what is expected of me at work.
e 45% 44% i

Q1. I'have the opportunity to give input on decisions affecting my work.
26% 38% 26% %

Q2. | receive the information | need to do my job effectively.

Q6. | have the tools and resources | need to do my job effectively.

1% 53% 33% n

Q7. My supervisor treats me with dignity and respect.

12% 20% 63%

Q13. My agency consistently demonstrates support for a diverse workforce.
B o 37% 49% D

=

Q8. My supervisor gives me ongoing feedback that helps me improve my performance.

22% 3% 1% Do

Q9. I receive recognition for a job well done.
20% 36% 25% bo)

B Seldom
B Always/Almost Always

B Never/Almost Never
Usually

Occasionally
No Response

Avg

43

39

4.1

4.2

44

43

38

3.6

Overall average score for "Productive Workplace" ratings:

Data as of 12/2007
Source: DOP Employee Survey

Analysis:

+ Although there was a slight decrease in the
overall average from the 2006 survey results
to the 2007 survey results, the decrease was
not statistically significant. DFI scored
relatively high in all of the productive
workplace questions. In comparison with
previous DFI surveys and like questions, and
the statewide data, DFI continues to score
well.

» Recognition appears to be an area that is
suffering from the employees perspective.

» DFl received Performance Management
Confirmation in August 2007 and
implemented the first cycle of ARROW
Performance Recognition Pay Awards.

» DFI surveyed staff following the awards
distribution and utilized data and comments
from the survey to address issues and make
improvements to the ARROW Program.

» Based on survey results, DFI developed and
delivered targeted training to all employees
and specific training to supervisors and
managers.

Action Steps:

» DFI will continue to survey staff following the
ARROW Awards and utilize the data and
comments to address issues and make
improvements to the ARROW Program.

» DFI will continue to develop and deliver
targeted training to all employees and
specific training to supervisors and
managers.

10
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Overtime Usage

Deploy Agency Priority: Low
Workforce Average Overtime (per capita) * Overtime Cost - Agency
4.2 | ,”\ Jun-08 4,751
0 o 41 /) N May-08
Outcomes: 2 351 o . / *>l-e
. T 4] ¢ NS N S Apr-08 |5,014
Staff know job § 25 | ¢ ol o ‘o Mar-08 4,778
expectations, how they’re § “23 ) | m | * Feb-08 3,820
. z 1w
doing, & are supported. < 14 \'\*+ | mm | m | Jan-08 | 4,603
n : 0.5 el - Dec- | 4,462

Workplace is safe, gives 0 ec-07 *
capacity to perform, & $$5%555%&5838%838883 Now07 4229

. 3 3 o 8 2 s o S T 3 Oct-07 4,763
fosters productive < @ 2 8 L = < = l l

. . . _e-- R ; Sep-07 5,788
relations. Employee time —— Avg OT Hrs - Agency —--Avg OT Hrs - Statewide 07 oot
and talent is used Overall agency avg overtime usage — per capita, per month: 0.92** e 15,049 ’
ul- y
effectively. Employees are *Statewide overtime values do not include DNR
motivated. Overall agency avg overtime usage — per capita, per month = sum of monthly OT averages / # months
Analysis:
% Employees Receiving Overtime *
P P S ? ploy 9 = As a whole, DFI does not have a large number of
. 25.0% - employees receiving overtime and costs to the agency
iy are immaterial.
Percent employees with 8 20.0% - * ARG . . . . .
current perfgrrr):ance 2 Clel % . * A = The increase in overtime during August 2007 is
expectations 2 150% 1 | ¥ L 4 .l | attributed to a licensing backlog in the Division of
g 10.0% - Consumer Services.
Employee survey ratings g . .
on “F:)rgductive w)grkpla%e" 5 oson T /\\'//.\ | = = DFl also attributes some overtime cost to a few hourly,
. (1] B | o .
questions L non-permanent employees who are conducting
0.0% specialized examination work.
Overtime usage $3$55553883833 - :
S 2 &3 £ S £ & 5 5 % ¢ Action Steps:

Sick leave usage T QO =20 5w =< =5 . . .

. —m— Pct EE's w/OT - Agency --&--Pct EE's w/OT - Statewide = DFI has reviewed and monitored agency overtime cost
Non-disciplinary Overall agency avg employees receiving overtime per month: 5.51%** of hourly, non-permanent employees, and made some
grievances/appeals filed - - - of the appointments salaried rather than hourly. We
YGRS N(NEUINESY  “Statewide overtime values do not include DNR will continue to monitor this and may make further
W S pg;/:;?ggz%e?;ymao\/r%ﬁsmployees receiving overtime per month = sum of monthly OT changes to salary from hourly appointments.

Data Time Period: 07/2007 through 06/2008

-
-

Source: HRMS Business Intelligence
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Sick Leave Usage
Deploy Agency Priority: Medium g
Workforce Average Sick Leave Use
16
15
Outcomes: 14 -
. 13 1 /&\ A - /ﬁ\
Staff know job 12 - A | O /’g_: - '\2} Al
expectations, how they're 114 & A° ;%‘/' R
[ o 10 1 —A |
doing, & are supported. 29
Workplace is safe, gives £ 8
capacity to perform, & 274 . . HIE R
pyp. Eé- - A RN .= .)\'L.
fosters productive 5 | [ | /k k4 ‘- /I\\./ \-\ % -.-m
relations. Employee time 4 - ./ \//'\\.//./ g
and talent is used 3 4
effectively. Employees are % T
motivated. 0 |
N~ N~ N~ N~ N~ N~ (e 0] (e o] (e 0] [e@) [e@) (e o]
T 2 2 2 2 2 2 @ € 2 <2
Performance 3 2 o © 3 3 & D < S ) S
Measures - 2 % © = B S 2 = < = S
—&— Per capita SL use - Agency
Percent emp|oyees with - -® - Per Capita SL use - Statewide*
current performance —A— JUStﬂ”IOSG WhO tOOk SL - Agency
expectations = A = Justthose who took SL - Statewide*
Employee survey ratings Sick Leave Hrs Used / Earned (per capita)
on “productive workplace”
questions Avg Hrs SL Used (per % of SL Hrs Earned (per Avg Hrs SL Used (per % of SL Hrs Earned (per
capita) - Agency capita) - Agency capita) — Statewide* capita) — Statewide™
Overtime usage
4.8 Hrs 62.8% 6.3 Hrs 81.3%
ick |
Sick leave usage Sick Leave Hrs Used / Earned (those who took SL)
Non-disciplinary
grievances/appeals filed Avg Hrs SL Used (those % SL Hrs Earned (those Avg Hrs SL Used (those who | % SL Hrs Earned (those
and disposition (outcomes) who took SL) - Agency who took SL) - Agency took SL) — Statewide* who took SL) — Statewide*
Worker safety 11.3 Hrs 141.1% 11.8 Hrs 147.3%
Data Time Period: 7/2007 through 06/2008 * Statewide data does not include DOL, DOR, L&I, and LCB

Source: DOP




Deploy
Workforce

Outcomes:

Staff know job
expectations, how they’re
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive
relations. Employee time
and talent is used
effectively. Employees are
motivated.

Performance
Measures

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
questions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition (outcomes)

Worker safety

Department of Financial Institutions

. . Sick Leave Usage (cont.)
Agency Priority: Medium

Analysis:
= Average sick leave hrs used per capita for DFI remains below the statewide average.

= Average sick leave hrs used as a percentage of earned for those employees that used sick leave is
slightly lower than the statewide average. Our goal will be to implement the actions below to reduce this
measure to below the statewide average.

» DFlimplemented a wellness program to improve overall employee wellness.
» DFl arranged for paid on-site flu shots for all employees in Fall 2007.

» DFI participated in the Governor’s Health bowl and received an award for top three of the Healthiest
Business Challenge.

+ DFI's Wellness Committee provided onsite yoga, a physical activity intervention, and onsite biometrics
and health surveys with a comprehensive report. Promotions, such as encouraging Farmer’s Market
visits, Energize Your Meeting Guidelines, and stocking the vending machines with Fit Picks, was also
implemented. The committee also brought in a dietician for a brown bag lunch.

Action Steps:
* HR & agency management will continue to monitor sick leave use to determine other trends.

« DFI will contract Crucial Conversations training in 2009 to assist supervisors in dealing with chronic
abusers.

+ DFI's Wellness Committee has scheduled free on-site flu shots for employees in October 2008. The
committee also provides for physical activity opportunities, such as free strength conditioning during
lunchtime beginning in October 2008. They also provide healthy eating habit information and general
wellness information.

Data Time Period: 7/2007 through 06/2008
Source: DOP
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Non-Disciplinary Appeals (mostly non-represented employees)

Deploy
Workforce

Agency Priority: Low

Outcomes:

Staff know job Grievance Disposition

tations, how they’ . .
PRI, N = DFlis non-represented, and does not have grievances. The agency has a

doing, & are supported. complaint process and procedure in place — for resolving employee complaints.

Workplace is safe, gives T . - .
= Non-disciplinary complaints are resolved at the supervision level, starting at

immediate supervisor, then proceeding to second and third level supervision as

fosters productive necessary. Final complaint resolution rests with Agency Director.
relations. Employee time

capacity to perform, &

= Complaints involving higher-level non-disciplinary issues (discrimination, etc.) are
received by HR, processed and resolved in cooperation with, and guidance by,

effectively. Employees are agency executive management.
motivated.

and talent is used

Performance
Measures

Percent employees with
current performance
expectations

Employee survey ratings
on “productive workplace”
questions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition
(outcomes)

Worker saf
orker safety Data Time Period: 7/2007 through 7/2008

Source: Department of Personnel




Deploy
Workforce

Outcomes

Staff know job

expectations, how they’re
doing, & are supported.
Workplace is safe, gives
capacity to perform, &
fosters productive relations.
Employee time and talent is
used effectively. Employees

are motivated.

Performance
Measures

Percent employees with
current performance
expectations

Employee survey ratings on
'productive workplace'
questions

Overtime usage
Sick leave usage

Non-disciplinary
grievances/appeals filed
and disposition outcomes

Worker Safety

Worker Safety: Financial Institutions, Department of

Department of Financial Institutions

Agpn(*y Prinrify' Low

Analysis:

» DFI has a history of very low incidents with regard to safety. Therefore,
the agency focuses on preventative measures that will keep our incident
rate to a minimum rather than to set quantitative measures around
incident rates.

» DFI provided an in-house ergonomics training and began posting
ergonomic tips on the intranet.

+ L&l Risk Management representatives met with management to discuss
risk management for the agency.

Annual Claims Rate: 71

Annual claims rate is the number
of accepted claims for every 200,000
hours of payroll

200,000 hours is roughly equivalent
to the numbers of yearly payroll hours
for 100 FTE

—O0——claims rate

—/——compensable claims rate

------- projected claims rate 04

Action Plan:

» The DFI Safety Committee will conduct
monthly audits for hazards in the work
areas.

» DFI will post hazards in the workplace
posters throughout work areas.

------- projected compensable claims rate

£02002
702002
TO0Z
708002
€£08002
70002
TOW0Z
701002
€£0r00Z

All rates as of 12-31-2007

Accepted Claims by
Occupational Injury and
lliness Classification
System (OIICS) Event:

Other EventsOr
Exposures

Cumulative Trauma

Contact With Objects
And Equipment

calendar year-quarter

2002Q3 through 2007Q2

Bodily Reaction And
Exertion

(categories under 3%, or not
adequately coded, are grouped
into 'Misc.")

Transportation

Accidents Falls

Source: Labor & Industries, Research and Data Services (data as of 12/31/2007 )

[5S]
S
&
Q
2

yOW00Z
209002
£09002
09002
09002
209002
£09002
09002
TOL00T
Z0L00Z

Calendar Injury Quarter

Cumulative Trauma Claims

Qiics Oiics Description Count
Code
2 Bodily Reaction And Exertion 5
9 Other Events Or Exposures 1

15



Develop
Workforce

Outcomes:

A learning environment is
created. Employees are
engaged in professional
development and seek to
learn. Employees have
competencies needed for
present job and future

advancement.

Performance
Measures

Percent employees with
current individual
development plans

Employee survey ratings
on “learning &
development” questions

Competency gap analysis
(TBD)

Department of Financial Institutions

Individual Development Plans

Agency Priority: Medium

Analysis:

Percent employees with current individual
development plans = 85%*

*Based on 154 of 181 reported employee count
Applies to employees in permanent positions, both WMS & GS

= DFI provides on-going training and professional
development opportunities for all staff in addition to
mandatory training. DFI also offers tuition
reimbursement to all permanent employees and

encourages continuing education.

Action Steps:

DFI will continue to require supervisors to identify
training requirements and update individual PDP’s on a
periodic basis throughout the performance period, as
employee’s skill sets or training needs change.

= DFI requires supervisors to complete individual
Performance Development Plans (PDP) for all new
employees* within the first 30 days of their appointment.

Employee Survey “Learning & Development” Ratings

Agency Priority: Low

Employee Survey “Learning & Development” Ratings

Q5. | have opportunities at work to learn and grow.
14% 38%

0%

e

Avg

4.2

Q8. My supervisor gives me ongoing feedback that helps me improve my performance.

22% 31%

B Never/Almost Never
Usually

B Seldom
B Always/Almost Always

3.8

Occasionally
No Response

Overall average score for "Learning & Development" ratings:

4.0

Data as of:

Development Plans: 10/2008
Employee Survey: 12/2007

Source: Agency Tracked — HR Office
DOP Employee Survey

Analysis:

While the rating number
dropped from 4.2 to 4.0 since
the last survey, DOP and DFI
do not consider this
statistically significant.

Action Steps:

DFI will continue to require
supervisors to identify training
requirements and update
individual PDP’s on a periodic
basis throughout the
performance period, as
employee’s skill sets or
training needs change.

16



Reinforce
Performance

Outcomes:

Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded;
poor performance is
eliminated. Successful
performance is differentiated
and strengthened.
Employees are held
accountable.

Performance Measures

Percent employees with
current performance
evaluations

Employee survey ratings on
“performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed and
disposition (outcomes)

Reward and recognition
practices (TBD)

Department of Financial Institutions

Current Performance Evaluations

Agency Priority: Low

Percent employees with current performance
evaluations = 100%*

*Based on 181 of 181 reported employee count
Applies to employees in permanent positions, both WMS & GS

Data as of 10/2008
Source: Agency Tracked — HR Office

Analysis:

= DFI has maintained a 100% completion
rate on current performance evaluations
since 2005 (three years).

= DFl received Performance Management
Confirmation in August 2007. The
ARROW Award Program and Executive
Management require that the agency
maintain a 100% completion rate on
current performance evaluations.

Action Steps:

= HR monitors compliance with this
measure and provides tracking reports to
supervisors and managers bi-monthly.

17




Reinforce
Performance

Outcomes:

Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded;
poor performance is
eliminated. Successful
performance is differentiated
and strengthened.
Employees are held
accountable.

Performance Measures

Percent employees with
current performance
evaluations

Employee survey ratings
on “performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed and
disposition (outcomes)

Reward and recognition
practices (TBD)

Department of Financial Institutions

Agency Priority: Low

Employee Survey “Performance & Accountability” Ratings

Avg
Q3. | know how my work contributes to the goals of my agency.
o o I T 4.5
Q10. My performance evaluation provides me with meaningful information about my performance
Q11. My supervisor holds me and my co-workers accountable for performance.
Q9. | receive recognition for a job well done.
3.6
M Never/Almost Never M Seldom Occasionally
Usually M Always/Almost Always No Response
Overall average score for "Performance & Accountability” ratings: 4.0
Analysis:

» Although the overall survey results average decreased from 4.1 in 2006 to 4.0 in 2007, the decrease was not statistically significant.

» DFl received Performance Management Confirmation in August 2007 and implemented the first cycle of ARROW Performance
Recognition Pay Awards.

» DFI surveyed staff following the awards distribution and utilized data and comments from the survey to address issues and make
improvements to the ARROW Program.

» Based on survey results, DFI developed and delivered targeted training to all employees and specific training to supervisors and
managers.

Action Steps:

» DFI will continue to survey staff following the ARROW Awards and utilize the data and comments to address issues and make
improvements to the ARROW Program. The second year of ARROW awards are currently in process.

» DFI will continue to develop and deliver targeted training to all employees and specific training to supervisors and managers.

Data as of 12/2007

Source: DOP Employee Survey 18



Reinforce
Performance

Outcomes:

Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded;
poor performance is
eliminated. Successful
performance is differentiated
and strengthened.
Employees are held
accountable.

Performance Measures

Percent employees with
current performance
evaluations

Employee survey ratings on
“performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed
and disposition
(outcomes)

Reward and recognition
practices (TBD)

Department of Financial Institutions

Formal Disciplinary Actions
Agency Priority: Low

As of October 2008, DFI does not have any Formal Disciplinary
Actions.

Data Time Period: 7/2007 through 6/2008
Source: Agency Tracked — HR Office and HRMS Business Intelligence
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Reinforce
Performance

Outcomes:

Employees know how their
performance contributes to
the goals of the
organization. Strong
performance is rewarded;
poor performance is
eliminated. Successful
performance is differentiated
and strengthened.
Employees are held
accountable.

Performance Measures

Percent employees with
current performance
evaluations

Employee survey ratings on
“performance and
accountability” questions

Disciplinary actions and
reasons, disciplinary
grievances/appeals filed
and disposition
(outcomes)

Reward and recognition
practices (TBD)

Department of Financial Institutions

Disciplinary Grievances and Appeals

Agency Priority: Low

As of October 2008, DFI does not have any disciplinary
grievances or appeals.

Grievance Disposition

= DFlis non-represented, and does not have grievances. The agency has a
complaint process and procedure in place for resolving employee complaints.

= Non-disciplinary complaints are resolved at the supervision level, starting at
immediate supervisor, then proceeding to second and third level supervision as
necessary. Final complaint resolution may rest with Agency Director.

» Complaints involving higher-level non-disciplinary issues (discrimination, etc.) are
received by HR, processed and resolved in cooperation with and guidance by
agency executive management.

Data Time Period: 7/2007 through 6/2008
Source: HRMS Business Intelligence and Agency Tracking — HR Office
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ULTIMATE
OUTCOMES

Employees are
committed to the work
they do and the goals
of the organization

Successful, productive
employees are
retained

The state has the
workforce breadth and
depth needed for
present and future
success

Performance Measures

Turnover rates and types

Turnover rate: key
occupational categories

Workforce diversity profile

Retention measure (TBD)

Department of Financial Institutions

Employee Survey “Employee Commitment” Ratings

Agency Prioritv: Low
Avg
Q3. I know how my work contributes to the goals of my agency.
o o T /S
Q12. | know how my agency measures its success.
Q9. | receive recognition for a job well done.

B Never/Almost Never B Seldom Occasionally
Usually B Always/Almost Always No Response
Overall average score for "Employee Commitment" ratings: 4.0

Analysis:
» The overall average score for “Employee Commitment” remained the same from 2006 to 2007. This indicates that agency staff

continue to understand the linkage between their job duties and the mission and goals of the agency. Utilization of the PDP process
in 2004 has helped in achieving this understanding.

+ GMAP presentations occur on a regular basis and show measurement of agency activities.

» DFl received Performance Management Confirmation in August 2007 and implemented the first cycle of ARROW Performance
Recognition Pay Awards.

Action Steps:
» DFI will encourage all staff to attend GMAP presentations to gain better understanding of measuring the agency’s success.

+ DFI will continue to survey staff following the ARROW Awards and utilize the data and comments to address issues and make
improvements to the ARROW Program. The second year of ARROW awards are currently in process.

« DFI will continue to develop and deliver targeted training to all employees and specific training to supervisors and managers.

Data as of 12/2007 1
Source: DOP Employee Survey




Turnover rates and types

Turnover Rates

Agency Priority: Medium

Total % Turnover (leaving state)

Department of Financial Institutions

6.0% -
5.0% - 4.6% +80%
4.0% -
O Agency Data
3.0% - O Statewide Data

2.0%

1.0%

0.0% -

Retirement Resignation Dismissal Other

Agency Total Turnover Actions: 14
Agency Total % Turnover: 7.1%

Statewide Average Total Turnover Actions: 82
Statewide Average Total % Turnover: 7.9%

Note: Movement to another agency is currently not available in HRMS/BI

Data Time Period: 7/2007 through 6/2008
Source: HRMS Business Intelligence

Analysis:

DFI’s total percentage of turnover remains
lower than the state average.

The number of turnover actions has decreased
from 9.6% in 2007 to 7.1% in 2008.

DFI continues to monitor turnover and explore
ways to improve recruitment and retention,
specifically in hard-to-fill positions.

DFI established a Recruitment and Retention
committee to explore options. The committee
developed an action plan to increase
recruitment outreach and utilize retention tools
allowed under the Civil Service Rules and
Agency policy.

Action Steps:

DFI will continue to utilize retention tools
allowed under the Civil Service Rules and
Agency policy.

As identified in the 2009 — 2011 Strategic Plan,
DFI will develop multiple focus groups from
within each generation in the current workforce
to identify retention strategies.

Also identified in the 2009 — 20011 Strategic
Plan, DFI will explore additional performance
recognition awards within the ARROW
Program and will develop succession plans for
key positions.

DFI will review viable options for competitive
compensation for Financial Examiner and
Financial Legal Examiner job classes.
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ULTIMATE
OUTCOMES

Employees are
committed to the work
they do and the goals
of the organization

Successful, productive
employees are
retained

The state has the
workforce breadth and
depth needed for
present and future
success

Performance Measures

Employee survey ratings on
“commitment” questions

Turnover rates and types

Turnover rate: key
occupational categories

Retention measure (TBD)

Agency Priority: Medium

Department of Financial Institutions

Workforce Diversity Profile

Agency
Female 58%
Persons w/Disabilities 5%
Vietham Era Veterans 6%
Veterans w/Disabilities 4%
People of color 25%
Persons over 40 56%

State
53%
4%
6%
2%
18%
75%

% Employees

14%
4% 5% 3% 5% 4% 2%

% Black or
African
American
%
Hispanic/Latino
% American
Indian / Alaskan
Native
% Asian / Native

I Agency M Statewide

7%

Hawaiian/PI

Diversity Profile by Ethnicity

75%

82%

1

% White

%

% Two or More

0%

Races

O All Employees (including WMS)

% Employees

IN

% <15
% 15-19
% 20-24
% 25-29
% 30-34
% 35-39

%40-44

Percent Age Distribution

® WMS Employees Only

% 45-49

% 50-54

% 55-59

% 60-64

Analysis:

DFI leads or matches the statewide average in
every category with the exception of Persons
over 40. This is a reflection of sound recruitment
and hiring practices, and the strong value and
recognition the agency places on having a
diverse workforce.

While the statewide average of Persons over 40
is higher, DFI's percentage in that category is
more in balance for sustaining the current
workforce for a longer period of time.

DFI identified additional recruitment resources
to target specific demographics and created an
action plan to utilize new venues, professional
organizations and publications to reach a
broader talent pool.

Action:

DFI will continue to research additional
recruitment resources to target specific
demographics, utilizing new venues,
professional organizations, and publications to
reach a broader talent pool.

As identified in the 2009 — 2011 Strategic Plan,
DFI will develop multiple focus groups from
within each generation in the current workforce
to identify recruitment and retention strategies in
order to recruit and retain a high performing
diverse workforce by June 30, 2010.

Data as of 7/2008
Source: DOP
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. . .. Department of Financial Institutions
Workforce Diversity Profile

Employee Survey “Support for a Diverse Workforce” Ratings

Agency Priority: Medium

Employee Survey "Diversity" rating

Avg
Q13. My agency consistently demonstrates support for a diverse workforce.

B Never/Aimost Never M Seldom Occasionally
Usually B Always/Almost Always No Response
Average rating for "Agency support for a diverse workforce": 4.3
Analysis:

= This was a new question in the DOP Employee Survey and will serve as a baseline for future HR Management Reports.

= Asindicated in the response to this question, DFI employees clearly feel that the agency consistently supports a diverse
workforce. DFI takes a proactive approach to diversity and affirmative action issues by placing a high emphasis on recruiting and
retaining a skilled and highly diverse workforce.

= DFI utilizes tools available through the Civil Service Rules to recruit and retain its diverse workforce.
= The HR Office prepares quarterly Affirmative Action Reports and meets with management to review them.
Action Steps:

= DFI will continue to research additional recruitment resources to target specific demographics, utilizing new venues, professional
organizations, and publications to reach a broader talent pool.

Workforce diversity profile

= Asidentified in the 2009 — 2011 Strategic Plan, DFI will develop multiple focus groups from within each generation in the current
workforce to identify recruitment and retention strategies in order to recruit and retain a high performing diverse workforce.

= The HR Office will continue to provide quarterly Affirmative Action Report and meets with management to review them.

Data as of 12/2007
Source: DOP Employee Survey




